Tracking Chart 2005 PVH Corp, China 10001546D by Fair Labor Association
The factual information set forth on the Tracking Charts was submitted to the FLA by each Independent External Monitor and Participating Company and reviewed by FLA staff.  It is being made 
available to the public pursuant to the FLA Charter in order to strengthen the monitoring process. The FLA Charter provides for regular public disclosure of the factual results of independent 
monitoring and the resulting specific actions taken by Participating Companies. 
 
What is a Tracking Chart?  
 
Compliance is a process, not an event. A Tracking Chart outlines the process involved in FLA independent external monitoring and remediation. It is used by the accredited independent external 
monitor, the participating company and the FLA staff to do the following:  
 
 Record Findings: The independent external monitor uses the Tracking Chart to report noncompliance with FLA Code standards. The monitor should also cite the specific Code 
benchmark or national/local law that was used to measure compliance.  
 Report on Remediation: The FLA participating company uses the Tracking Chart to report on the remediation program that was implemented in order to resolve the noncompliance and 
prevent any future violations.  
 Evaluate Progress: The FLA uses the Tracking Chart for purposes of collecting and analyzing information on the compliance situation of a particular factory and for publication on our 
website. This information is updated on an ongoing basis. 
 
What a Tracking Chart is NOT - 
 
 An exhaustive assessment of factory conditions 
 
Working conditions - in any type of workplace - are dynamic. Each Tracking Chart represents a survey of the factory’s conditions on a specific day. Over time, a fuller picture emerges as 
we compile information from various sources to track the compliance progress of a factory. 
  
 A pass or fail evaluation 
 
The Tracking Charts do not certify whether or not factories are in compliance with the FLA Code. Monitoring is a measurement tool. The discovery of noncompliance issues is therefore not 
an indication that the participating company should withdraw from a factory. Instead, the results of monitoring visits are used to prioritize capacity building activities that will lead to 
sustainable improvements in the factory’s working conditions.  
 
• A one-time event  
 
Each monitoring visit is followed by a remediation program, further monitoring and remediation in an ongoing process. The Tracking Charts are updated accordingly. 
 
 
 
 
Note on Language 
Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a 
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and 
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.  
 
For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we 
have replaced the numbers with generic wording in brackets (i.e. “[some]”, “[worker interviews revealed that]”,etc.).   
 
We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the 
factory and the workers.  
 
Instructions for Printing 
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size 
(8.5 x 14in.) paper. To print the charts, please make sure to select “legal” size paper from Print properties. 
Country
Factory Name
IEM
Date(s) in Facility
PC(s)
Number of Workers
Product(s)
Production Processes
FLA Code/ Compliance Issue Country Law/Legal Reference FLA Benchmark Non-Compliance Risk of Non-Compliance  Evidence of Non-
Compliance (uncorroborated)
If not corroborated, explain why Sources/Documentation 
used for corroborating
Notable 
Features 
implemented 
by Factory 
Management 
or Company
PC Remediation Plan Target 
Completion 
Date
Factory Response (Optional) Company 
follow up 
(Cite date of 
follow up)
Documentation Completed; 
Pending; On-
going
1. Code Awareness
Code Posting/Information Ensure that all Company factories as well as contractors 
and suppliers inform their employees about the 
workplace standards orally and through the posting of 
standards in a prominent place (in the local languages 
spoken by employees and managers) and undertake 
other efforts to educate employees about the standards 
on a regular basis.
PVH and [another FLA PC] 
Codes of Conduct were posted in 
the office building; however, 
facility did not post the code in the 
production area.
Visual Inspection Codes will be posted immediately September 
1,2005
3/9/2006 This issue has been corrected. 
During the walkthrough it was 
noted that the posters have 
been posted
Completed
Confidential Non-Compliance 
Reporting Channel
Develop a secure communications channel, in a manner 
appropriate to the culture and situation, to enable 
Company employees and employees of contractors and 
suppliers to report to the Company on noncompliance 
with the workplace standards, with security that they shall
not be punished or prejudiced for doing so.
The Companies have not offered 
a confidential noncompliance 
reporting mechanism to workers.
Visual Inspection Factory needs to implement a 
confidential internal complaint system 
where workers can raise issues of 
concern to factory management 
without fear of reprisals or negative 
repercussions.
September 
1,2005
Complaint boxes have been hung in areas accessible 
to all employees. Compliant procedures have been 
posted and training is being conducted to all 
employees on how to use these boxes
3/9/2006 Suggestion boxes are hung in 
public area and the compliant 
procedure are included in 
workers’ hand book which are 
also posted in the factory 
facility. This has been verified 
through observation and 
workers' interviews.
Completed
Law Posting Ensure that all Company factories as well as contractors 
and suppliers inform their employees about the 
workplace standards orally and through the posting of 
standards in a prominent place (in the local languages 
spoken by employees and managers) and undertake 
other efforts to educate employees about the standards 
on a regular basis. 
Facility did not post the national 
labor laws nor the health and 
safety regulations.
Visual Inspection Factory needs to post the national 
labor law and health and safety 
regulations.
September 
1,2005
Latest notices have been posted in the public areas 3/9/2006 This issue has been corrected. 
During the walkthrough it was 
noted that these have been 
posted
Completed
Employment Records Art. 19 of PRC Labor Law: Labor contract 
shall be in written form and with the following
items included: term of contract, job 
description, labor protection and conditions, 
remunerations, labor discipline, conditions 
for termination of contract and liabilities for 
breach of contract.  
Employers will maintain sufficient hiring and employment 
records to demonstrate and verify compliance with this 
Code provision
As per sample, contracts for 3 out 
of 30 employees do not contain 
the term of wages.
Documents review Factory needs to ensure that all 
workers entering the factory are 
supplied with contracts that include all 
legal wage conditions, hours of work 
and health and safety requirements. 
October 1,2005 All workers will receive their legal contracts that reflect 
conditions such as legal wages, benefits, hours of 
work, etc. before their entry into the factory. 
3/9/2006 This issue has been corrected. 
Through review of workers' 
contracts, and interview of 
workers, contracts are given to 
all workers. Contracts have all 
legally required benefits as well 
as wages/hours  mentioned in 
the contracts.
Completed
Legal Compliance for Juvenile 
Workers
Art. 9 of Regulations on Special Protection 
of Juvenile Workers: Employment of juvenile 
workers should be under registration.             
Art. 65 of PRC Labor Law: Employer shall 
carry out regular physical examinations for 
juvenile workers.                                             
Art.6 of Regulations on Special Protection of 
juvenile Workers: Employer shall carry out 
regular physical examinations for juvenile 
workers as required by follows: (1) Before 
arrangement of working positions; (2) 
working for one year; (3) an employee just 
over 18 shall take physical examination if it 
has been more than 6 months since last 
physical examination.      
Employers will comply with applicable laws that apply to 
young workers, i.e., those between the minimum working 
age and the age of 18, including regulations relating to 
hiring, working conditions, types of work, hours of work, 
proof of age documentation, and overtime
The physical examination form 
used for juvenile workers is not in 
compliance with the standard 
form mandated by the law.
Documents review and 
management interview.
Physical examination form used for 
juvenile employees needs to conform 
with the standard form mandated by 
the local law
November 
1,2005
Factory will use this standard legal physical 
examination form for all juvenile workers effective 
November 1,2005
3/9/2006 This issue has been corrected. 
Verifed through review of 
appropriate phtical exams 
records
Completed
4. Harassment or Abuse
Disciplinary Practices Art. 4 of PRC Labor Law: The employer shall
establish and perfect rules and regulations in
accordance with law and guarantee that 
laborers enjoy labor right and fulfill labor 
obligations.
Employers will utilize consistent written disciplinary 
practices that are applied fairly among all workers
Factory does not have a 
written policy concerning 
harassment and abuse.
Documents review Implement a written policy that 
addresses the issues of harassment 
and abuse
October 1,2005 A written policy concerning harassment and abuse has 
been implemented and added to the Employee's 
Handbook. Training will be concluded in October 2005.
3/9/2006 This issue has been corrected 
and verified through 
observation and workers' 
interviews
Completed
Remediation
FLA Audit Profile
China
10001546D
ALGI
Apparel
Sampling, Cutting, Knitting, Inspection, Packing
August 11 & 13 , 2005
Phillips-Van Heusen Corp.
1,500
2.Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger than the 
age for completing compulsory education in the country of manufacture where such age is higher than 15.
IEM Findings
3. Child Labor
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or verbal 
harassment of abuse.
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5. Nondiscrimination
Policy Employment decisions will be made solely on the basis of
education, training, demonstrated skills or abilities. All 
employment decisions will be subject to this provision.  
They include: hiring, job assignment, wages, bonuses, 
allowances, and other forms of compensation, promotion,
discipline, assignment of work, termination of 
employment, provision of retirement
Factory does not have a 
written policy concerning 
non-discrimination. 
Documents review Implement a written policy that 
addresses the issues of non 
discrimination
October 1,2005 A written policy concerning non discrimination has 
been implemented and added to the Employee's 
Handbook. Training will be concluded in October 2005.
3/9/2006 This issue has been corrected 
and verified through 
observation and workers' 
interviews
Completed
Hiring Discrimination Practices Employment decisions will be made solely on the basis of
education, training, demonstrated skills or abilities. All 
employment decisions will be subject to this provision.  
They include: hiring, job assignment, wages, bonuses, 
allowances, and other forms of compensation, promotion,
discipline, assignment of work, termination of 
employment, provision of retirement
All termination decisions are 
made by supervisors and 
upper management as 
stated in the employee’s 
handbook. Facility does not 
have a policy for workers to 
reply, challenge or make 
appeals against a 
termination by management.
Employee's Handbook 
Review
Implement a system where workers 
have a chance to reply, challenge or 
make appeals against the decision of 
management to terminate their 
employment
October 1,2005 Termination policy has been amended and included in 
the employees' handbooks and also posted in the 
factory. Training will be given to all on this matter
3/9/2006 This issue has been corrected. 
Through review of factory 
policies and proedures and  
interview of workers, factory 
now has a policy where 
workers can respond and 
challenge a termination 
decision by management
Completed
6. Health and Safety
Chemical Management Art.19 of Regulations on Safe Use of 
Chemicals in the Workplace: the facilities 
used to hold, transport and store hazardous 
chemicals shall be highlightened with colors, 
scutcheons or labels, and indicating its 
fatalness.                                   
All chemicals and hazardous substances should be 
properly labeled and stored in accordance with applicable
laws.  Workers should receive training, appropriate to 
their job responsibilities, in the safe use of chemicals and 
other hazardous substances
Seven bottles of detergent in the 
washing department were stored 
in beverage containers without 
any labeling.
Visual Inspection All chemcials and hazardous 
substances, i.e., seven bottles of 
detergent at the washing department, 
need to be labeled.
September 
1,2005
All bottles of detergents have been labeled. 3/9/2006 This issue has been corrected 
and verified through 
observation
Completed
Sanitation in Facilities Art. 68 of PRC Factory Safety and Sanitary 
Regulations: The factory should be equipped
with bathroom, toilet, dressing room, retiring 
room and female workers’ restroom if 
needed.
Restrooms and other facilities described 
above should be maintained clean and 
functional.                                                       
Art. 29 of Factory Safety and Sanitary 
Regulations: Working area should set hand 
wash equipment according to needs and 
provided soap.
All facilities including factory buildings, toilets, canteens, 
kitchens, and clinics, shall be kept clean and safe and be 
in compliance with applicable laws
The bathroom floor at the 
production area is damp.               
There is no soap or toilet paper 
provided.
Visual Inspection Factory needs to improve the 
conditions at the bathroom in the 
production floor. 
October 1,2005 The bathroom floor will be cleaned and will be supplied 
with soap and toilet paper.
3/9/2006 This issue has been corrected 
and verified through 
observation
Completed
Policy The employer will not discriminate against workers who 
seek to exercise their right to organize and bargain 
collectively
Facility does not have a 
written policy concerning 
freedom of association and 
collective bargaining.
Documents review Factory needs to include in their 
employees' handbooks and post in 
the factory.
October 1,2005 Will implement immediately. 3/9/2006 This issue has been corrected 
and verified through 
observation and workers' 
interviews
Completed
FLA Comment:  The Chinese constitution guarantees 
Freedom of Association; however, the Trade Union Act 
prevents the establishment of trade unions independent 
of the sole official trade union – the All China Federation 
of Trade Unions (ACFTU).  According to the ILO, many 
provisions of the Trade Union Act are contrary to the 
fundamental principles of freedom of association, 
including the non-recognition of the right to strike.  As a 
consequence, all factories in China fall short of the ILO 
standards on the right to organize and bargain 
collectively.  Recently, however, the government has 
introduced new regulations that could improve the 
functioning of the labor relations mechanisms.  
The Amended Trade Union Act of October 2001 does 
stipulate that union committees have to be 
democratically elected at members’ assemblies and 
trade unions must be accountable to their members.  The 
trade union has the responsibility to consult with 
management on key issues of importance to their 
members and to sign collective agreements. It also 
grants the trade union an enhanced role in dispute 
resolution. In December 2003,the Collective Contracts 
Decree introduced the obligation for representative trade 
unions and employers to negotiate collective 
agreements, in contrast to the previous system of non-
negotiated administrative agreements.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, termination or 
retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or social or ethnic origin.
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked with, or 
occurring in the course of work or as a result of the operation of employer facilities
7. Freedom of Association and Collective Bargaining
Employers will recognize and respect the right of employees to freedom of association and collective bargaining
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8. Wages and Benefits
Minimum Wage Art. 48 of PRC Labor Law: The employer 
shall pay laborers wages no lower than local 
standards on minimum wages.
Employers will pay workers the legal minimum wage or 
the prevailing industry wage, whichever is higher
1) *** cleaning workers 
interviewed did not receive 
the legal daily minimum 
wage.                                      
2) *** production workers 
interviewed claimed they did 
not receive the legal local 
minimum wage.     
 According to payroll ledgers, all 
workers received at least minimum 
wages.  Said ledgers show 
signatures of workers receiving the 
amounts stated.   As per interviews, 
... employees claimed that they did 
not get the legal local minimum 
wage.  It was not possible to 
determine the validity of these 
claims.
Employees' interview 
and payroll records 
review.
Ensure all workers receive at least the 
minimum wage
October 1,2005 Will compensate all workers as per legal requirement 3/90/2006 This issue has been corrected. 
After review of payroll and 
workers' interviews, it was 
noted that all workers have 
been paid at least the minimum 
wage at this factory
Completed
Legal Benefits Art.45 of PRC Labor Law: Laborers are 
entitled to annual leave with pay after 
working continuously for one year or more.    
Art,51 of PRC Labor Law: During holidays, 
wedding leave and mourning leave as well 
as other social activities workers engage in 
as required by law, employers should pay 
workers salary as in compliance with labor 
law
Employers will provide all legally mandated benefits to all 
eligible workers
Facility paid annual leaves and 
legal holidays on the basis of 
minimum wage for piece rate 
workers, which was not in 
compliance with Guangdong 
Payment Regulations, which 
specified the use of regular wage 
as the basis of payment. 
Payroll ledger review Provide proper compensation for 
annual leaves and legal hoildays 
October 1,2005 Will compensate all workers as per legal requirement 3/9/2006 This issue has been corrected. 
After review of payroll and 
workers' interviews, it was 
noted that all workers have 
been piece rate workers have 
been paid leaves and holidays 
based on piece rate wage 
rather than minimum wage 
Completed
9. Hours of Work
Voluntary OT Overtime hours worked in excess of code standard will 
be voluntary
No records were available to 
verify that overtime over 60 
hours has been performed 
on a voluntary basis.
Management 
interviews.
Implement a system to ensure that all 
overtime work is voluntary
October 1,2005 All employees have been asked to sign when they 
perform overtime work. A voluntary overtime policy has
been included in the employees' handbooks and also 
has been posted in the factory. Overtime log book will 
remain on site, and training will be given to employees 
on this matter. 
3/9/2006 This issue has been corrected. 
After review of overtime sheet 
and workers' interviews, it was 
noted that all workers are 
voluntarily working overtime
Completed
Overtime Limitations Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular
work week in such country plus 12 hours overtime; and 
(ii) be entitled to at least one day off in every seven day 
period.  An extraordinary business circumstance is a 
temporary period of extra work that could not have been 
anticipated or alleviated by other reasonable efforts
Audit team reviewed time cards 
and observed that facility 
operated for an average of 70 
hours per week on some weeks 
in May and June.
Time cards review Reduce the working hours in the 
factory to comply with code of conduct 
requirements. 
December 
1,2005
The following actions will be conducted continually to 
reduce the amount of working hours in the factory to 
60.  Skill training courses will be given to all workers, 
to improve their efficiency . All machines in the knitting 
department will be changed to semi auto machines by 
the end of the year. Production planning has been 
automated by our new computer software. This will 
reduce sudden overtime work caused by negligence of 
our staff. 
3/9/2006 This issue has been corrected. 
Through review of payroll and 
time cards,  workers' 
interviews,workers are working 
within 60 hours per week.
Completed
Overtime Limitations Art. 38 of PRC Labor Law: Employer shall 
guarantee that its laborers have at least one day 
off per week.  
Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular
work week in such country plus 12 hours overtime; and 
(ii) be entitled to at least one day off in every seven day 
period.  An extraordinary business circumstance is a 
temporary period of extra work that could not have been 
anticipated or alleviated by other reasonable efforts
As per interviews, *** Security 
guards, **cleaning staff and ** 
cafeteria worker claimed that they 
had been working continuously 
without a day off for more than 7 
days.                                              
More than twenty consecutive 
work days occurred in January, 
May, June and July. 
Approximately ten consecutive 
work days occurred in April and 
August. 
Employees' Interview 
and Time cards review
Workers need to be given at least one 
day off per seven day week. 
December 
1,2005
One day off per week for all the worker. Unless freak 
accident, we’ll try our best to arrange 1 day rest per 
week from Oct.1, 2005 and meet 1 day rest per week 
completely before December, 2005.                               
Reduce overtime working hours sequentially.
By the end of this year, the total working hours will not 
excess 60 hours per week
The following actions will be done continually:
1) to carry out skill training course to the new workers 
and to improve the efficiency of the existing workers. 
2) All machines in Knitting Department  will be 
changed into semi-auto machines by the end of this 
year.
3). Production planning have been automated by new 
computer software using the concept of supply chain 
3/9/2006 This issue has been corrected. 
Through review of payroll and 
time cards,  workers' 
interviews,workers receive one 
day off per seven day week
Completed
Other:  Time Records Security guards and 
cafeteria workers are not 
required to complete swipe 
cards.
Employees' Interview All workers' time worked needs to be 
recorded on their swipe cards
October 1,2005 We will ensure all workers' working time is recorded by 
IC card and accurately included on the attendance 
records and payroll .
3/9/2006 This issue has been corrected. 
Through review of payroll and 
time cards,  workers' 
interviews,workers working 
hours are being recorded
Completed
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at least the 
minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally mandated benefits
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours per week 
and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular work week in such country plus 12 hours overtime; and (ii) be entitled to at 
least one day off in every seven day period
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10. Overtime Compensation
OT Compensation Art. 44.1 of PRC Labor Law: The employer 
shall pay workers  no less than 150 % of 
their regular wages if they are required to 
work overtime.                                                
Art. 44. 2 of PRC Labor Law : Payment of 
wages to laborers should be no less than 
200% of the normal wage if the employees 
are required to work on a day of rest and no 
deferred rest can be taken.                             
Art. 44.3 of PRC Labor Law: Payment to 
workers should be no less than 300% of the 
normal wage if they are required to work 
during a legal holiday.
The factory shall comply with applicable law for premium 
rates for overtime compensation
Payroll is calculated on a piece 
rate basis.  Employer includes 
overtime pay in this amount (days 
of rest, holidays, etc).   This 
practice is against PRC labor law, 
which requires calculation of OT 
wages based on premium rates 
according to production.  
Payroll ledger review Factory needs to ensure proper 
overtime compensation to all workers
October 1,2005 This will be corrected immediately. 3/9/2006 This issue has been corrected. 
Through review of payroll and 
workers' interviews, workers 
are being paid the legal amount 
for overtime
Completed
OT Compensation Art. 44.1 of PRC Labor Law: The employer 
shall pay workers  no less than 150 % of 
their regular wages if they are required to 
work overtime.                                                
Art. 44. 2 of PRC Labor Law : Payment of 
wages to laborers should be no less than 
200% of the normal wage if the employees 
are required to work on a day of rest and no 
deferred rest can be taken.                             
Art. 44.3 of PRC Labor Law: Payment to 
workers should be no less than 300% of the 
normal wage if they are required to work 
during a legal holiday.
The factory shall comply with applicable law for premium 
rates for overtime compensation
1. Security guards received a flat 
salary package per month. 
Overtime for regular work, rest 
day work and holiday work were 
not compensated.                        
2. Cleaning staff received a flat 
salary package per month. 
Overtime for regular work, rest 
day work and holiday work were 
not compensated.                          
Employees' Interview 
and management 
interview
Factory needs to ensure proper 
overtime compensation to all workers
October 1,2005 This will be corrected immediately. 3/9/2006 This issue has been corrected. 
Through review of payroll and 
workers' interviews, workers 
are being paid the legal amount 
for overtime
Completed
Miscellaneous
Other: Contract workers The contract between the 
third party subcontractor of 
cafeteria staffs and the 
facility does not contain any 
term or condition with regard 
to hours of work, 
compensation for the 
cafeteria workers or health 
and safety requirements.  As
per interview, one cafeteria 
worker claimed to have 
worked without a day off for 
more than 7 days; received 
a flat salary package of 500 
RMB per month without any 
overtime compensation
Contract review Factory needs to ensure that all 
workers entering the factory are 
supplied with contracts that include all 
legal wage conditions, hours of work 
and health and safety requirements. 
October 1,2005 All workers will receive their legal contracts that reflect 
conditions such as legal wages, benefits, hours of 
work, etc. before their entry into the factory. 
3/9/2006 This issue has been corrected. 
Through review of workers' 
contracts, and interview of 
workers, contracts are given to 
all workers. Contracts have all 
legally required benefits as well 
as wages/hours  mentioned in 
the contracts.
Completed
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium rate as is 
legally required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least equal to their regular 
hourly compensation rate.
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